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The Four Stages of a 
Pay Equity Plan 


The Québec government’s new Pay Equity Act 
will require the University to establish a pay 
equity plan. In order to achieve this, a parity 
pay equity committee must be set up, first, to 


identify the predominantly female and male job | 


classes. A job class is considered predominantly 
male or female if 60% or more of the positions 
in that class are held by employees of the same 
gender. A job class may also be considered 
predominantly male or female if it is commonly 
associated with gender stereotypes or if 
positions have been traditionally held by women 
or men. 

A value determination method must then be 
defined, taking into account the following 
factors: required qualifications, responsibilities, 
effort required, and conditions under which the 
work is performed. 

Once a value determination system has been 
defined and job classes identified, the job of the 
pay equity committee will then be to compare 
each predominantly female job class with a male 
one, either on an overall basis, or an individual 
basis. On an overall basis, the comparisons will 
take into account the earning curve of all 
predominantly male job classes. The individual 
method compares a predominantly female job 
class with a predominantly male job class of 
equal value. 

A period of up to five years is specified for a 
pay equity plan to be completed. Adjustments in 
compensation are then required, which may be 
spread over another four years. 

Under the Pay Equity Act, the Commission de 
l’équité salariale has been established in order to 
oversee the establishment and maintenance of 
pay equity plans. The Commission will hear 
complaints from employees or certified 
associations and unions representing employees. 
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The New Pay 
Equity Act 


How Will It Affect Concordia’s 
Employment Equity Policy? 


To many people, pay equity means that men and women 
should receive the same remuneration for performing the 
same job. While many women still earn less than men, 
even within the same job categories, this is perhaps the 
less difficult situation to rectify. It is more difficult to 
address the existence of wage gaps between different job 
categories that are seen as traditionally male or female. 
The term “pink collar ghettoes” refers to classes of jobs 
that are predominantly female, and are undervalued and 
underpaid, regardless of the fact that the labour, level of 
responsibility and qualifications required may be 
comparable to those required in “men’s jobs.” 

In November 1996, the Québec National Assembly 
passed a bill aimed at ending salary discrimination against 
women. The goal of the legislation is to break down the 
wage gaps between traditional categories of “women’s 
work” and “men’s work.” The new Pay Equity Act 
requires every company in Québec with ten or more 
employees to establish a pay equity plan which would 
provide equal pay for men and women in comparable jobs 
(see sidebar). 

Concordia University already has an Employment 
Equity Policy in place, which focuses upon the need for 
proper representation within the workforce. It addresses 
discrimination and disadvantage in employment affecting 
not only women, but visible minorities, aboriginal peoples, 
and people with disabilities. The Employment Equity 
Policy is based on an analysis of unequal treatment, 
adverse impact, lack of accommodation and under- 
utilization, and covers all jobs and employment systems at 
Concordia, including recruitment, selection, training, 
development, and promotion, as well as compensation. It 
provides for the ongoing monitoring and analysis of 
workforce (continued on page 6) 


A Take of Two Alumnae 
More from the Women and Research Series 


Update from the Office of Rights V Responsibilities 


Between the Lines is published three times a year by 
the Office for Equity Programmes at Concordia 
University, in Montréal, Québec, and is distributed 
to the University community free of charge. 


Members of the Concordia community working on 
gender issues have often expressed the need for a 
university-wide newsletter on the status of women. 
The Office for Equity Programmes is responding to 
this need with Between the Lines. 

The goal is to stimulate dialogue and the exchange 
of information between all groups of women at 
Concordia, reflecting the diversity of our views and 
interests. Whether you represent one voice or 
many, this is your vehicle: use it to network, to 
debate, to tell each other about your projects and 
research, or to build alliances. 


Women students, staff and faculty members are 
encouraged to contribute letters, articles or news 
Saeaee to tell us what you would like to see in 
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Betwees. the Lines welcomes submissions for publication 
from the Concordia University community. Letters 
or submissions venting personal grievances against 
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1455 de Maisonneuve Blvd. West 
Montréal, Québec H3G 1M8 
Phone: (514) 848-4841 
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Talk Back: letters te the Editer 


Talk Back is the section where Between the eae 


Lines prints your views and opinions. 
Letters should be no more than 500 
words, signed, and include a phone 
number. We reserve the right to edit 
for length and clarity. 


A Lecture by Linda McQuaig 


Social Contract to Corporate Contract: 
How the public has come to pay for a debt 
it never spent 
Linda McQuaig has been a journalist for close to 20 years, 

and is author of such best-selling books as Shooting the 
Hippo and The Wealthy Banker’s Wife. She will be 
speaking on MARCH 5TH, 2:30 pm at Dawson College 
(4001 de Maisonneuve West, Reception Hall) 

and 7:30 pm at Concordia University (Room H-110) 


Event sponsored by the Concordia Student Union, Dawson Student 
Union, Dawson Support Staff Union, Concordia Inter-Union 
Council, Dawson Teachers Union, and the McGill University Non- 
Academic Certified Association. 


Resource Guide 
For Women (now 
available 

en francais) 


fee 


The 1996-97 Concordia University 
Resource Guide for Women is now 
available in English or in French. If 
you are a woman student, staff or 
faculty member, and you need help 
or just want to know what services 
are available, 
you’ll find valuable information in this 
guide. Also available is the Concordia 
University Directory of Faculty 

Women, which highlights and celebrates 
the achievements of women scholars 
within the Concordia community. Part- 
time and full-time faculty are included, 

as well as professional librarians and 
researchers who are not faculty members. 
Call 848-4841 for more information or 
to obtain a copy of either publication. 
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A Tale of Two Alumnae 


by Barbara Barclay 


Lorrie Sippola, a recent valedictorian, spoke at Convocation last fall about what Concordia meant to her — 
how it welcomed her, unacademic as she was at the time of her arrival, and in the persons of its faculty and 
administrators, assured her of her worth, her abilities and potential, guided and inspired her to continue her 
education as far as possible — indeed, to the doctorate. And the audience cheered her. But welcoming 
atmosphere and support found at Concordia is nothing new; this is what this institution has offered since its 
earliest incarnation... 


Pr upon a time, many decades ago, on a sunny summer day in the midst of the Depression, a striking 
young woman named Rita Shane walked down Stanley Street with a coveted piece of paper in her 
pocket — yet she was not smiling, and her eyes showed no contentment, no self-satisfaction. 

Despite a splendid academic record at Strathcona Academy and a generous 
scholarship to enable her to continue her studies, Rita had been refused admission 
by the city’s only English university. Why? Well, there were two strokes against 
her: she was a woman, and she was Jewish (it didn’t help that she was highly 
articulate and possessed a superbly analytical mind). 

However, behind a somewhat shabby desk in the downtown “Y,” one man, 
Owen Stredder by name, noticed Rita as she looked disconsolately through the 
door of his office, and beckoned her in. He listened to the story of her rejection 
by McGill University and assured her that his institution would be happy to accept 
her application for admission, as well as her scholarship. She was admitted and registered forthwith. Three 
years later, this superb student became the sole female graduate of the school’s first graduating class of nine 
students (affectionately known as the Noble and Exalted Order of Guinea Pigs of Sir George Williams 
College, with Rita appointed to the honorary position of High Exalted Pip Squeak). 

Having recently transferred her primary interest from law to medicine, McGill would not accept Rita for 
further studies until she acquired more background in chemistry and physics, so back she went to Sir George 
and spent another year picking up the prerequisites. Finally, in 1938, McGill accepted her into their medical 
programme. 

However, the years at McGill were not easy. Rita still remembers the Dean of Medicine remarking that she 
was beginning her studies there with two strikes against her, that is, her religion and her gender. She recalls 
the reluctance with which she was accepted, how certain instructors used to try to keep the few women 
students out of their classes, as did some of the male students, because they felt a female presence would, 
among other things, inhibit the more colourful jokes. She remembers the public’s expectation that since she 
was a woman, she could not be a doctor, and the many, many times she was addressed simply as “Nurse.” 

In 1942, Rita graduated with an M.D.,C.M., but yet again, circumstances conspired against her. Because of 
the priorities of the Canadian Wartime Medical Programmes and Assignment Board, she was not allowed to 
accept any of the fellowships she had been awarded to do her residency and internship in some of the most 
prestigious American hospitals, but was constrained to remain in this country to do them. 

Rita specialized in pediatrics and went into private practice. In 1946, after the end of the war, she was 
married to Dr. Arnold H. Katz, an ophthalmologist. Following the birth of their son M. Shane Katz in 1959, 
Rita retired temporarily to spend time with him, but then returned again to 
medicine and worked for the government as director of a rehabilitation centre 
for addictions. Sixty-four years after her first encounter with Sir George, she is 
still active in the affairs of her first alma mater, now known as Concordia 
University, and in 1992, was granted the highest honour this institution can 
grant to one of its alumni: the coveted Award of Merit. 

Rita Shane was present at Convocation in November 1996 when Lorrie 
Sippola, as valedictorian, voiced her appreciation of Concordia’s warm and 
welcoming ambiance from faculty and administrators — just as Rita Shane 
remembers Stredder, Clarke and Norris welcoming her. In this, the sixtieth 
anniversary year of Sir George’s first graduating class, we are happy and proud 
to maintain that while Fresh Ideas are in the air for the Millenium, our old 
values of accessibility and encouragement for the maximum growth and 
development of each student, especially those from minority statuses, are still 


with us. % 
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Feminist Postmodernism and 


Therapy with Families 
by Heather MacKenzie, Associate Director, Centre 
for Teaching and Learning Services 


I have just completed a research paper entitled 
“From Power to Love: Feminist Postmodernism and 
Therapy with Families.” This project was part of 
my post-Master’s training in marital and family 
therapy at the Argyle Institute of Human Relations. 
It was inspired by my interest in the influence of 
postmodern thought on family therapy theory and 
practice. 

Both feminism and postmodernism are beginning 
to deeply influence Western theories and practices 
of psychotherapy. In some ways their ideas 
converge. Both examine power as it affects daily life 
and both focus on the role of dominant discourses 
in producing and sustaining power and 
marginalizing competing discourses that present a 
different point of view. Many family therapists and 
practitioners are embracing postmodern ideas. 

My research has shown that while feminists have 
pursued and taken on board postmodern insights, 
the largely male postmodern theorists have 
remained indifferent to the details of feminist work. 
Indeed, postmodern thought has not benefitted 
from the awareness of issues related to gender that a 
feminist perspective may contribute. An uncritical 
application of postmodern thought to family 
therapy theory and practice could perpetuate the 
gender-blindness that is pervasive in traditional 
family therapy. 

In my paper, I propose a feminist postmodern 
approach to therapy with families. This approach is 
based upon the work of a variety of family therapy 
theorists and practitioners. It integrates postmodern 
ideas, bio-psychosocial/spiritual models, and 
feminist approaches. This approach acknowledges 
the context of patriarchy in which we all live and 
critically examines the varieties of, and limitations 
to, women and men of existing knowledge/power 
relationships. It is aimed at including previously 
excluded stories, particularly discourses concerning 
inequality and the material conditions of women’s 
lives. 

I have found that there are numerous family 
therapists in Canada, the U.S., and Australia who are 
researching and developing clinical interventions 
that, to varying degrees, are congruent with a 
feminist postmodern approach. They describe a 
core position of the therapist as not having access to 
privileged information and always needing to learn 
more about what is said and not said. Not knowing 
involves respectful listening and being led by the 
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client’s story. Feminist therapists are developing 
collaborative approaches aimed at bringing forth 
stories that are unfiltered through the hobbling 
constructs of patriarchy. 

It is my conclusion that feminist critiques of 
traditional and postmodern theories of psychotherapy 
and the integration of feminist work into 
psychotherapy theory and practice are essential for 
an ethically sound and morally-based practice. This 
practice entails a way of being-in-relation where 
values of coexistence, care, respect, sharing, 


nurturance, tolerance, and equality are at its core. + 


Women Academics at Concordia: 
The First Generation, 1940-1975 


by Rosemarie Schade, Department of History 


An interdisciplinary project on the first generation 
of women professors at the founding institutions of 
what later became Concordia University is nearing 
completion. Marianne Ainley (now at the University 
of Northern British Columbia), Susan Hoecker- 
Drysdale (Sociology and Anthropology), Katherine 
Waters (English), and Rosemarie Schade (History) 
have been interviewing a selection of 21 women 
who began their careers between 1940 and 1975 in 
what were then separate institutions known as 
Loyola College and Sir George Williams College 
(later University). To date, over 1/2 of the women 
chosen have been interviewed on tape, and we hope 
to finish interviewing by the end of summer. As part 
of the Shell Oral History project, which provided 
funding to hire assistants for the creation of 
transcripts, the tapes will be available in the library 
and the Concordia archives. Dolores Gold, Margret 
Andersen, and Alberta Boswell are among the first 
group of women to have been interviewed. Their 
experiences in the University provide a fascinating 
glimpse into the institution and its practices, 
especially vis-a-vis its women employees. 

The aim of the project is to record and make 
accessible the voices and experiences of these 
women. Other than the indexed tapes, we are also 
gathering photos, publications, and other personal 
and public memorabilia. We eventually hope to put 
our findings into a book dealing with the 
experiences of these women, both as academics and 
in some of their other roles. We hope to compare 
different cohorts in order to tease out similarities 
and differences in academic culture over these 25 
crucial years. We are also particularly interested in 
questions of collegiality, and how comfortably these 
women fit into a work place with a largely male 


inspired and defined culture. + 
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Office of Rights & Responsibilities 
nips behaviour problems in the bud 


recently prepared analysis of the first six months in the life of the Office of 

Rights and Responsibilities reveals a subtle shift in the way University members 
are using the Office’s services. I find it encouraging that more and more people are 
seeking advice before a problem gets out of hand. For example, when a professor calls 
to say that he or she has a disruptive student in a course, and wants to discuss strategies for setting limits on 
the behaviour, that’s a step in the right direction. It is more effective, in both human and financial terms, to 
solve small problems early than to have to mop up big ones later. 

The new Code of Rights and Responsibilities gives the Advisor a broad mandate to assess potentially risky 
behaviour, to advise members of the University who are faced with discrimination, harassment or threats, and 
to facilitate the resolution of conflicts. The Office of Rights and Responsibilities wants to get the word out 
about these services. As the Advisor, I am willing to meet with any group on campus to explain the services 
and answer questions, and I encourage administrative units, academic departments, union executives and 
student associations to contact the Office. My role is both confidential and impartial. Anything that happens 
during the informal process of resolving a conflict remains confidential, and all identifying information is 
removed once a case file is closed. 

In the first six months, the Office responded to a total of 74 situations, ranging in complexity from a 15 
minute phone consultation about harassment at a summer job to a threatening situation which required a case 
management team response and resulted in the suspension of a student. Half of the situations involved 
allegations of discrimination or harassment on various grounds, or sexual harassment. Another 18% involved 
reports of potentially risky behaviour or actually threatening incidents. A further 23% of situations could not 
be classified under the Code definitions -- most had to do with conflict in the workplace. The remaining 10% 
were requests from university members (mostly students) who sought advice for harassment or discrimination 
that was occurring off-campus. 

So far, I am pleased with the way things are going. Apart from the success with early intervention 
techniques, I am satisfied with the way the Code’s section on urgent measures is working, and how much is 
learned and integrated with each new case. At a recent seminar on violence in the educational milieu, I was 
happy to hear forensic psychologists offer guidelines for risk management of urgent incidents which closely 
match Concordia’s protocol. 


Sally Spilhaus, Advisor 
Office of Rights and Responsibilities 
For further information or appointments, call 4857. 
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The YWCA Women of Distinction Awards 


Nomination Kits are available at the Office for Equity Programmes 
(Formal nominations should be sent by Friday, February 28th, 1997) 


The Women of Distinction Awards publicly acknowledge women 
from different walks of life who have distinguished themselves 
by their personal achievements, their social commitment, and 
contribution to the advancement of women. A Gala Awards 
Dinner will be held on Wednesday, May 21, 1997 to honour the 
finalists and winners. Proceeds will go towards supporting many 
of the YWCA‘s programs and services, designed to assist women 
and their families. For more information or to purchase tickets, 
please call the YWCA at 866-9941, extension 213. 
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The New Pay Equity Act 
(continued from page 1) 
and availability statistics concerning 
representation and distribution of the 
designated groups in the workforce. 
However, the Policy does not address 
the issue of pay equity, and will thus 
have to take into account the 
provisions of the provincial 
government’s new Pay Equity Act. 
The scope of the new Pay Equity Act 
is restricted to addressing issues of 
compensation in those jobs where 
women predominate, and where there 
are male comparator jobs within the 
employer's establishment. The 
“remedy” of pay adjustments relies on 
the difficult task of evaluating jobs 
using a “gender-neutral” value 
determination method. The Act does 
not deal with other factors that may 
account for the barriers between 
gendered job classes, suchas 
‘socialization, the possible adverse 
impact of a hostile climate on women 
in non-traditional jobs, and the fact 
that the majority of family 
responsibilities are shouldered by 
women. There are provisions in the 
Act for the establishment of the 
Commission de l’équité salariale, 
which will hear complaints from 
employees, but there are no 
requirements for continual monitoring 
and analysis of salaries. 

Certainly, while the new Pay Equity 
Act is a much-needed step in the right 
direction, it must be considered a step 
and not the entire journey. In order for 
such legislation to be successful in 
redressing inequities, the aim should be 
to create equitable employment 
conditions for all of the workforce and 
to remove barriers to advancement and 
professional growth. Equitable pay is 
only one aspect of people’s worklife, © 
but if implemented properly within a 

framework such as the University 
Employment Equity Policy, pay equity 
could go a long way toward fostering a 
more contented and productive 
workforce. INCINS 
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Equity at Concordia: Where We Now Stand 


Concordia does have a history of pay equity initiatives, which dates 
back to 1987 when the University signed an agreement with the 
Québec government to undertake the implementation of the 
provisions of the Programme d’accés a l’égalité (PAE). In 1989, 
the Joint Pay Equity Study was carried out to investigate the issue of 
pay equity among full-time tenured and tenure-track facu Ity 
members, as well as professional librarians. This study resulted in 
substantial salary increases for both professional librarians and female 
faculty members. A similar study was conducted for permanent 
administrative staff, which concluded that in several employment 
categories, there were salary differences which were not explainable 
by either age or experience. In 1990, the University implemented 
the Job Evaluation Programme (JEP), which aimed, among other 
things, to develop an evaluation system free of gender bias; a follow- 
up survey in 1992 showed that JEP had succeeded in decreasing wage 
disparity between male and female employees classified within the 
same category. However, these initiatives did not compare categories 
of what are traditionally seen as male and female jobs. 

In spite of the progress in the early part of the decade, there is 
still a need to ascertain whether pay equity has been achieved at 
Concordia. Last fall, the Office for Equity Programmes completed 
the 1996 Federal Contractors’ Programme Achievement Report, 
which reviewed the University’s employment equity initiatives 
from 1991-1996. The Report included an analysis of the 
Concordia workforce, covered in 17 pages of tables and texts; 
tables of distribution in each occupational group by salary quarters 
indicated that the majority of women’s salaries fall into the lower 
salary quarters, while the majority of men’s salaries are found in 
the mid-range categories (see table, right). These findings are not 
necessarily conclusive since many factors (such as years of 
seniority, experience, and others) have not been taken into 
account. 

The FCP Achievement Report recommended that the male- 
female salary distribution among full-time on-going tenured and 
tenure-track faculty members and professional librarians be re- 
examined. An analysis on promotion, tenure and workload with 
respect to fairness and equity for all four designated groups will be 
carried out in the immediate future. Finally, a pay equity plan will 
have to be implemented; this should examine all facets of pay 
inequity, for all job categories within the University. All 
recommendations were endorsed and supported by the Office of the 
Rector in accordance with the University mission statement which 
supports and promotes values of equity and diversity in the 
community. 

In January 1997, the University received the visit of the FCP 
compliance officer and was notified of compliance with the Federal 
Contractors’ Programme, conditional to providing numerical goals 
which aim at a representative workforce. + TNC/NS 


For a summary of the 1996 Federal Contractors’ Programme 
Achievement Report, call the Office of Equity Programmes at 
4841. 


Table of Salary Quarters 
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This table is excerpted from Table X of the 1996 Federal Contractors’ Programme Achievement Report. The 
original table includes the four designated groups: women, visible minorities, aboriginal peoples, and people 
with disabilities. Categories are based on the National Occupational Classification system of Human Resources 
Canada. 

* CSS (Clerical, Sales and Services), MPTP (Manufacturing, Processing, Trades & Primary Industries) 
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Montréal Film Premiere! 
* 
andile 
in the light of 
the 7fbuntu 


Director: Michel Régnier/Producer: Jacques Vallée 


This National Film Board production shows the 
daily struggle of Zandile Gumede, a South African 
woman who runs the Amaoti Civic Association 
(ACA). Amoati is one of the huge squatter settlements 
around Durban, the third largest city in South Africa. 


Zandile Gumede is one of the South Africans who has 
made it possible for her country to awaken from the 
long nightmare of apartheid. She continues to fight 
against the other difficulties that women face: 
ignorance, male dominance and oppression. 

This film is about joy, the joy of women who have 
spent their lives struggling for decency and 

respect, and are filled with hope. 


March Vth at 3 PM 


Fine Arts Building, VA-114 
1395 Rene Levesque West 


Sliding scale $5/$2 students and underemployed ae 


“There will be a discussion with Gandile Gumede after the showing, 


Organised by Alternatives, the Concordia University Office for Equity Programmes, the Centre for International 


Academic Cooperation of Concordia, the International Students Office of Concordia and the Third World Studies 
Certificate of Marianopolis College. 
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